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Introduction
Internationally and also in Finland, there has been an interest in public sector labour markets for several decades. Traditionally, research on this field has addressed two main questions. The first is that what types of individuals are attracted to public sector jobs and what attributes makes those jobs appealing, and the second relates to the differences between the pay earned by public and private sector employees.
It is standard to consider public sector employment as an endogenous outcome variable. The literature has shown that a number of demographic factors contribute positively to the decision to become a public sector worker. These include higher age and education 1 , being married, being from an ethnic minority group, being a house renter and being raised in a family in which a parent or other relative worked for the government (e.g., Bellante and Link 1981 , Ophem 1993 , Kanellopoulos 1997 , Dustmann et al. 1998 , Adamchick and Bedi 2000 , Christofides and Pashardes 2002 , Lewis and Frank 2002 . The second group of attributes relates to individual psychological factors. Many studies have found that some individuals are more attracted to and motivated to begin public service work (e.g., Perry and Wise 1990) ; public sector employees value non-monetary benefits more highly (e.g., Crewson 1997, Karl and Sutton 1998) , and public sector jobs are especially attractive to risk-averse individuals 1 Using data for German males, Dustmann and van Soest (1998) found that the positive effect of education on public sector employment choice disappears after controlling education with family background variables. Based on this finding, they conclude that the positive relationship found in standard models is not structural but rather reflects unobserved heterogeneity. (Bellante et al. 1981 , Christofides et al. 2002 , Hartog et al. 2002 , Pfeifer 2011 . 2 In addition, the public sector has long experienced serious difficulty recruiting high-quality labour. In the UK, Nickell and Quintini (2005) found that for male employees, decreasing relative pay in the public sector resulted in a measurable decrease in quality.
The same phenomenon did not appear to be applicable to female workers, although evidence of the reduced ability of female teachers is commonly reported in the US (e.g., Corcoran et al. 2004 ).
The second commonly discussed issue regarding public sector labour markets is the wage differential between public and private sector employees. The literature provides varying empirical evidence regarding the existence of pay gaps in the labour market. These findings indicate that employees typically earn less in the private sector than in the public sector. However, these results are not commented on here because they are not of direct interest. Instead, we will examine a more important question: why such pay gaps exist. Kanellopoulos (1997) , Lassibille (1998) and Christofides and Pashardes (2002) suggest that these pay gaps are mainly explained by differences in individual attributes such as better skill characteristics. The effect of qualifications on 2 Bellante et al. (1981) examined risk aversion using an index formulated on the basis of answers to questions involving the condition and insurance of automobile owners, the use of seat belts, medical coverage and smoking and drinking habits. Christofides et al. (2002) used life insurance and loan repayments as proxies for attitudes regarding risk. Hartog et al. (2002) measured risk aversion by asking individuals to state their reservation price for a lottery ticket after specifying the probability of winning a prize of a particular magnitude. Using expected utility theory, Hartog et al. then pay gaps is typically larger for males, whereas females are sometimes seen as receiving a pure pay advantage. Bender and Elliot (2002) extend the conventional analysis by emphasising the role of job attributes in the unequal pay offered by the two sectors.
They find that in addition to human capital characteristics, job-specific attributes, such as the use of computers and establishment size, account for a major part of the observed pay gap between public and private sector employees. 3 Lucifora and Meurs (2006) present another view of the existence of pay gaps on a macro level. Using data for the UK, France and Italy, they observe that the gaps are actually larger in countries in which pay formation is less regulated.
However, our current knowledge about public sector labour markets is far from being complete, and many aspects of the two questions still remain unanswered. To the best of my knowledge, no study has attempted to determine the role of genetics in public sector employment choice and pay gaps. This is relatively surprising given that the behavioral genetics literature provides convincing empirical evidence regarding heritable effects on a variety of sociological and economic outcomes. This branch of the literature includes Miller et al. (2001) , who investigate the genetic heritability of education; Johnson et al. (2004) , who find that marital status is mainly explained by genetic factors; Whiston and Keller (2004) for their review of occupational preferences; Keller et al. (1992) , who study the heritability of work values; Plomin and Spinath (2004) , who focus on ability; and Cesarini et al. (2009) , who examine the genetic heritability of risk-taking. Because all of these attritubes also contribute to public sector 3 See also Maczulskij and Pehkonen (2011) , who found evidence that differences in industry-specific valuations of skills explain a significant part of the pay gaps in Finland (together with human capital variables).
employment choice, it is reasonable to ask to what extent public sector employment is in fact explained by genetic factors. In addition to genetic effects, public sector employment may also be influenced by shared environments, which may include rolemodelling and the transmission of labour market information from parents to children along the lines of Dustmann et al. (1998) and Lewis et al. (2002) .
As has been well established, family background, personal traits, intelligence and other unobserved characteristics affect individual earnings. A particular challenge in the empirical literature is the fact that the object of primary interest, ability, can often be measured only using poor proxies. Therefore, the results obtained from the traditional earnings research and those obtained using pay gap estimation may be seriously biased if ability is not controlled for in the analysis.
The goal of this study is to fill the gap in the literature by investigating the impacts of shared environment and genetic factors on public sector employment choice and public-private sector pay gaps. This is accomplished by using data on twins as twin siblings have a similar family background and identical twins are also similar in terms of their genetics. The results of this article suggest that genetic factors indeed account for a large part of the observed variance in public sector employment (approximately 30-40
per cent) and that the effect of shared environments is statistically insignificant. The pay gap analyses indicate that the true pay gap for males is zero rather than negative 7 per cent as conventionally estimated and that this bias is mainly attributed to genetic factors such as intelligence and risk-taking behaviour. The same phenomenon does not appear important for females, who nevertheless receive at least an economically significant pay disadvantage of 4-5 per cent in the public sector.
The rest of this paper is organised as follows. Section 2 presents the twin sample, which is matched with the Finnish Longitudinal Employer-Employee Data (FLEED). Section 3 presents the empirical analysis of the effects of shared environment and genetic factors on public sector employment choice. Section 4 reports similar findings based on wage differential analysis. Finally, Section 5 concludes the paper.
Data

Data sources
The twin sample is based on the The twin pairs are either fraternal (dizygotic, DZ) or identical (monozygotic, MZ). 4 The zygosity of the twin pairs was determined based on their answers to questions regarding their similarity in appearance during childhood. A subsample was reclassified using 11 blood markers. The classification results were completely consistent, with a 1.7 per cent probability of the misclassification of a blood marker-concordant pair (Kaprio et al. 1979 the public sector employees are more educated and also have higher socio-economic status than private sector employees (e.g., Kanellopoulos 1997 , Adamchik et al. 2000 , Christofides et al. 2002 . Private sector employees are, in turn, more experienced and they also report considerable longer job tenure (approximately 4 versus 12 years), which reflects the typical use of temporary contracts in public sector jobs. The classification by education field shows that public sector workers are more likely to have an educational background in teaching, health, social work and services, whereas private sector workers 5 Earlier literature has shown that public sector employees are older than private sector employees because younger individuals typically have greater access to private sector jobs than to public sector ones, partly because they have not accumulated the experience and connections required to secure a job in the public sector (e.g., Dustmann et al. 1998 , Christofides et al. 2002 . The statistics drawn from my sample are thus reasonable, given the lack of young individuals in the dataset.
are more likely to have been educated in general and technology fields. Finally, a higher share of public sector employees are married or cohabiting and have children compared to their counterparts in the private sector (see also Adamchik et al. 2000 , Christofides et al. 2002 .
[Insert 
where r MZ is the correlation of public sector employment within identical twins and r DZ is the corresponding correlation for fraternal twins. The fraction of variance explained by the shared environment is calculated as the difference between the correlation for the identical twins and genetic heritability:
This model relies on the following four assumptions. The first assumption is that genes and the environment have additive effects. The second is that the additive environmental influence is the same for identical and fraternal twins. The third is that assortative mating does not occur, and the fourth is that there is no correlation or interaction between genetic factors and shared environment. and heritability (h 2 ) from the following equation that is estimated using ordinary least squares (OLS):
This is typically referred to as the ACE specification, where A stands for additive genetics, C for a common environment and E for error. The dependent variable in the analysis is the number of years of public sector employment between 1990 and 2004.
Therefore, Public 1ft represents the years of public sector employment for the first twin in a twin pair (family f) at year t, and Public 2ft is the corresponding score variable for the second member of a twin pair. The variable for genetic relatedness is R, which yields a value of 1 for identical twins and a value of 0.5 for fraternal twins. It can be shown that E(β 1 ) = c 2 and E(β 3 ) = h 2 , i.e., we have estimates for heritability, h 2 , and for shared environmental variance, c 2 . The double-entry method employed by Cherny et al. (1992) is used here. This method involves entering each twin's score twice, once as the proband score and once as the co-twin score.
Sometimes, the correlation of the outcome variable within identical twins is more than twice the corresponding figure for fraternal twins, i.e., r MZ > 2r DZ . This finding suggests that the data may be significantly influenced by additive genetic effects and that the model can yield estimates that fall within the categories h 2 > 1 and/or c 2 < 0.
If we assume that genetic effects need not be additive, the basic DF-model can be reformulated as follows:
This is typically called the ADE specification, where D denotes the dominant genetic relatedness. The latter takes a value of 1 for identical twins and a value of 0.25 for fraternal twins (Waller 1994) . The parameter for narrow-sense heritability is β 3 , and the estimated dominance effect is β 4 . Broad-sense heritability is the sum of these two parameters, β 3 + β 4 , and corresponds to the heritability estimate h 2 .
If the observed variance in public sector employment depends only on the shared environment, these approaches yield estimates that are consistent with c 2 > 0 and h 2 = 0.
Such a finding will indicate that the propensity to enter public sector employment may increase according to a parent's occupational preferences through the roles that the child learn in the family setting, role-modelling and the transmission of job market information from the parents. In turn, if genetic factors are the more important ones, the results will be consistent with c 2 = 0 and h 2 > 0. Such results will indicate that public sector employment is influenced by the genetic factors that are transmitted biologically from parents to children. It would also possible to combine these theories such that the variance in public sector employment is explained both by genetic factors and by shared environments, i.e., c 2 > 0 and h 2 > 0.
3.2
Interpreting the estimates for heritability: some criticism Despite its popularity, the behavioral genetics model has been subject to criticism over the years, mainly because heritability estimates may reflect genetically induced environmental effects (see, Stenberg 2010 for a review note). In essence, the presence of gene-environment correlation 7 , in which the probability of an individual's being exposed to a specific environment differs based on genetics, may lead to 7 See Plomin et al. (1977) , who distinguish between three gene-environment correlation mechanisms through which genes may influence environments and indirectly generate various outcomes. These mechanisms are passive genetic influence, evocative genetic influence and active genetic influence.
misinterpretation of the true impact of heritability estimates. The assumption that environments are influenced by genetics, together with the possibility of geneenvironment interaction, reciprocal causation and multiplier effects, suggests that estimates of h 2 may be partly generated by environmental factors and may therefore often be overestimated by authors.
Most recently, the relevance of policy analysis based on variance decomposition has also been disputed (e.g., Beauchamp et al. 2011 , Manski 2011 . Manski (2011) argues that because h 2 and c 2 are only symbolic representations of hypothesised latent forces, variance decomposition does not yield estimates of political relevance or provide evidence of the relative importance of either genetic nor environmental factors. Beauchamp et al. (2011) present a more advanced view of the research on heritability and the information that it provides that may assist in policy analysis. Employing a molecular genetics framework, the researchers obtain promising results on the effects of specific alleles on the tested outcome variable (educational attainment), but they fail to replicate the results during the second stage of the study, which involves the use of data from another survey. Nevertheless, they make a cautious argument that large sample sizes must be used to identify significant genetic influences on economic variables. 
Main results
[Insert tables 2-3 here]
DeFries et al. (1985) note that their regression model can be extended to include other controls that are associated with the outcome variable. This approach is used in several econometric analyses in behavioural genetics (see also Miller et al. 1996 and 2001 , Nicolaou et al. 2008 ). Although they do not formally prove it, Cropanzano and James (1990) also argue that the model requires a correction for potential variables for researchers to be able to make strong statements about the effects of genetics and shared environments on the outcome variable. The additional controls considered for inclusion in this analysis are education, education field, age, socio-economic status, marital status, the presence of underage children and a dummy for having one's own house. These variables are found to be associated with public sector employment in previous studies (e.g., Ophem 1993 , Kanellopoulos 1997 , Adamchik et al. 2000 , Christofides et al. 2002 .
The results are shown in Tables 4 and 5 Nicolaou et al. (2008) find that the decrease in heritability estimate is mainly due to inclusion of education variable into the model. both educational and occupational interests, which are also heritable (Miller et al. 2001 , Whiston et al. 2004 .
[Insert tables 4-5 here]
Robustness analysis
Robustness analyses can help researchers to assess the effects of the associated regressors. Here, the DF model was rerun in two different ways. First, the continuous dependent variable (years of public sector employment) was replaced with a dummy variable that takes a value of one for the public sector and a value of zero for the private sector. Second, the analysis was restricted to the youngest cohort, those born in 1950-1957. These individuals were 33 to 40 old at the beginning of the sample period, in 1990, and were 48 to 55 years old at the end of the sample period, in 2004. Hence, this cohort represents the employees at their prime working age.
The results of the robustness tests are reported in Tables 6 and 7 . For males, the estimate for shared environment is negative based on both robustness tests, which
indicates that dominance effects may be present. Therefore, the ADE specification is preferred to the other specifications. The results suggest that the joint estimate (broadsense heritability), which refers to the sum β 3 + β 4 , is large and statistically significant at 39 per cent. These results are consistent with the earlier findings. The results for females, in turn, indicate the superiority of the ACE specification in both tests. As before, the effect of shared environment on the outcome variable is statistically insignificant. The estimate for heritability is approximately 30 per cent but is statistically insignificant for the youngest cohort.
In sum, it seems that estimated regression coefficients are plausible, and the results indicate that heritability accounts for approximately 30-40 per cent of the observed variance in public sector employment. Furthermore, the analyses do give some indication of the specific mechanism that links genes to the decision to work in the public sector. Educational outcomes play an important role in this respect, accounting for approximately 10 percentage points of the direct effect of heritability on public sector employment.
[Insert tables 6-7 here]
Pay gaps: genetic and environmental influences
This section adds to the literature that attempts to explain the wage differentials experienced by public and private sector employees. The special emphasis here is the role of genetics and shared environments in pay gaps. Before beginning this analysis, I
briefly comment on the wage bargaining institutions for the two sectors in Finland. system has been applied across the entire public sector, where employee remuneration includes of a job-specific and a personal pay component.
Econometric models
First, public-private sector pay gaps are analysed using a basic Mincerian wage equation that is augmented with a public sector dummy in the following manner:
log(w ift ) = βPub ift + γX ift + A if + ε ift (5) where i, f and t are indices for the individual, the family and time, respectively. Therefore, w ift is the annual wage earned by individual i (i = 1,2) in a family f (f =
1,…,F) during year t (t = 1990,…,2004). Pub ift is a dummy variable that indicates
whether an individual is a public or private sector worker (one for public; zero otherwise). X ift is a vector of individual characteristics that includes potential work experience and its squared term, work experience in one's current job (i.e., tenure), years of education, education field (nine categories), socioeconomic status (three categories), the presence of underage children, marital status (single or non-single), house ownership, year dummies and cohort age. These independent variables are similar to those used in the standard Mincerian earnings equation. Broadly defined, A if is ability and includes, for example, intelligence, access to schooling and an instructive parenting style. Finally, ε ift is the iid error.
The assumption is that E(Pub ift , X ift , A if |ε ift ) = 0, and ability is allowed to correlate with observed independent variables such that E(Pub ift , X ift |A if ) ≠ 0. The wage equation is estimated using ordinary least squares (OLS). The parameter of interest is β, which measures in percentage terms how much less or more public sector workers earn (on average) than do workers in the private sector.
Because A if is generally unobserved (or poorly measured), equation (5) 
Thus, the direction of the bias depends on the correlation between ability and public sector employment. For example, negative covariance will lead β OLS to underestimate the true value of β.
The assumption is that A if can be expressed as: A if = c f + h if where c f denotes the effects of a shared environment (i.e., family background effects) and h if is a term for genetics (i.e., intelligence). c f is assumed to be similar for twins raised in the same family f. However, h if is assumed to be similar only for identical twins because they share 100 per cent of their genes. Because parameter β OLS is most likely inconsistent estimator for β, data for twins are used here. Consider the wage equations for twins 1 and 2 raised in family f.
log(w 1ft ) = βPub 1ft + γX 1ft + c f + h 1f + ε 1ft log(w 2ft ) = βPub 2ft + γX 2ft + c f + h 2f + ε 2ft
A within-twin pair (hereafter WTP) estimator is of the form:
log(w 2ft ) -log(w 1ft ) = β(Pub 2ft -Pub 1ft ) + γ(X 2ft -X 1ft ) + (h 2f -h 1f ) + (ε 2ft -ε 1ft )
where the shared environment effect c f has been differenced out. Furthermore, if the twins are identical, then h 2f -h 1f = 0, and thus, the genetic effect can also be differenced out. The basic idea of underlying the WTP method is that return to public sector employment can be estimated controlling for the part of the unobserved heterogeneity that is due to shared environment and genetics. Equation (8) provides an estimate for β that is denoted by β WTP . The assumption is that β WTP is a consistent estimate of β and is less biased than β OLS . The WTP method also conditions out the endogeneity problem of employment sector that is caused by the shared environment, genetics and the betweentwins differences in vector X ift. Table 8 presents the results obtained from earnings equation (5) The results show that the sample of twins is sufficiently representative of the sample of the general population in Finland. The findings indicate that on average, male workers in the public sector earn 7 per cent less than private sector workers. The pay gap for females is somewhat smaller at negative 4 per cent. The result for males is comparable with other Finnish evidence that reports a pay gap ranging of negative 3-5 per cent. The result for females is somewhat surprising because earlier studies find a positive pay gap of between 1-7 per cent on average. (Korkeamäki 1999 , Uusitalo 1999 , Maczulskij et al. 2011 ).
Main results
9 Table 9 contains the estimates obtained using the WTP model, equation (8). For the sake of comparison, the estimates are also reported for all twins and fraternal twins.
The identical twins are identical in terms of their genetic inheritance and were raised in the same environment. The model for identical twins thus provides an estimate of the public sector wage effect that is not biased by the omission of genetics and shared environment. In contrast, the fraternal twins are not identical in their genetic inheritance but share the same environment. Thus, the estimate is biased by the omission of genetics but is not biased by the omission of shared environment.
The results for males indicate that it is important to control for shared environment and genetic variables and that when these factors are controlled for, the estimate of the return to public sector employment is zero (as compared to baseline OLS estimate of negative 7 per cent, which does not control for these factors). Interestingly, the model for fraternal twins that controls only for shared environments produces a pay 9 Uusitalo (1999) reports a public-private sector pay gap of approximately negative 3 per cent for Finnish men using a conventional OLS method. Korkeamäki (1999) uses the Oaxaca decomposition method to estimate the fraction of the observed pay gap that is due to differences in returns to characteristics and finds that the pay gap is negative 3-5 per cent for males, whereas females receive a small pay premium.
Similarly, Maczulskij et al. (2011) use the quantile regression method to estimate the pay gap at different parts of the earnings distribution and find that the pay gap for males is negative 5 per cent at the median.
The corresponding pay gap for females is 7 per cent in favour of public sector employees. The typical positive pay gap for females is probably a function of the method used by Korkeamäki (1999) and Maczulskij et al. (2011) , in which the working sector is treated as endogenous and selectivity is controlled in the wage equations.
gap of negative 6 per cent, which is only 1 percentage point lower than the OLS result.
This finding indicates that the difference in the estimated pay gap is mainly explained by genetic factors such as intelligence.
The results for females suggest that once both the shared environment and genetic effects are held constant, the public sector wage effect is statistically significant at an 11 per cent significance level. However, the point estimate is -0.053, which indicates that the pay gap is at least economically significant at approximately 5 per cent.
[Insert tables 8-9 here]
Robustness analysis
Two robustness checks are estimated here. In the previous estimations, individuals who had zero earnings were excluded. Therefore, it is important to determine whether the results are sensitive to these omitted observations. The first robustness test thus includes individuals who have zero earnings into the model. When working with the logarithm of income, I add one to each individual's earnings (annual earnings plus one). The results that are reported in Table 10 are comparable to the main findings. In particular, the OLS results indicate that men earn approximately 8 per cent less in the public sector, whereas female employees in the public sector receive a pay disadvantage of approximately 3 per cent. After both shared environment and genetic effects are controlled for, the pay gaps drop to zero for both sexes, except that for females, the estimate is economically significant at approximately negative 4 per cent.
In a second robustness test, the DF model is augmented with the public sector dummy and other individual controls in vector X ift . This approach makes it possible to compare the returns to public sector employment between the economic model (the WTP model) and the behavioural genetics model (the DF model). 10 The preferred model results according to the Akaike information criterion are reported in Table 11 . Columns (1) and (3) report the results obtained using the basic DF model where individual earnings are explained only by the shared environment (c 2 ) and genetic factors (h 2 ). Columns (2) and (4) augment the model with a public sector dummy and other individual characteristics.
The results indicate that the return of public sector employment is negative 4 per cent for females, which is comparable with the figure obtained using the WTP model.
This finding provides some evidence that females receive approximately 4-5 per cent less in the public sector and that the roles of shared environment and genetics in this gap are essentially zero. The return of public sector employment for males is now negative 6 per cent, which is lower than the figure obtained using the WTP model (zero) but similar to the figure obtained using the traditional OLS model (negative 7 per cent). Thus, the results for men are not entirely robust across specifications.
11
10 See the detailed description of the model in the Appendix. 11 The estimation results obtained using the DF model and the WTP may differ model for many reasons.
First, the shared environment and genetic effects are explicitly estimated in the DF model and implicitly controlled for in the WTP model. Second, the shared environment control is mediated through the sibling's indicator variable in the DF model (see also Miller et al. 1996) . Third, measurement error could be a factor. If so, the bias in the WTP estimator will be greater than that of the DF model, where there is only one variable that is prone to measurement error rather than two variables (see also Miller et al. 1996) .
Fourth, the WTP approach is more effective than the DF model in eliminating the potential issue of endogeneity with regard to public sector employment.
Conclusions
In the literature, public sector employment is commonly considered as an endogenous outcome variable. In recent decades, researchers have focused on the role of numerous demographic and family background factors, together with psychological features, in determining public sector participation decisions. Because many of these outcomes are mostly influenced by genetic factors, it is reasonable to consider public sector employment as an occupational choice that is actually genetically heritable. In addition, this article fills the gap in a research field that attempts to explain why public-private sector pay gaps exist. The special emphasis here is on whether the wage differentials between the sectors are attributed to 1) genetic factors such as intelligence and 2) shared environments (e.g., role-modelling provided by parents). The analyses were conducted using data on Finnish twins over a period of 15 years.
The traditional DF method was used to estimate the fraction of variation in public sector employment that is due to shared environment and genetic heritability. The findings of the analyses indicate that public sector employment is broadly influenced by genetic factors (at approximately 40 per cent), whereas the role of shared environments remains statistically zero. However, to interpret these results as a strong evidence of the superior importance of genetic factors in comparison with environmental factors would require more discussion.
According to various critics (e.g., Stenberg 2010 , Manski 2011 , overestimates of genetic heritability are common. All such estimates include (although to an unknown extent) different mechanisms that may hamper the interpretation of the true impact of heritability. Do these estimates mostly reflect the direct effects of genetic composition on personality traits, intelligence or risk-taking behaviour? Or are they more due to indirect gene-environmental correlation effects? For example, genes might lead individuals to select environments more favourable to a certain vocational activity, which in turn will determine to a significant extent the sector in which the individual will be employed. Thus, one mechanism that may affect the relationship between genes and environment is educational (or vocational) attainment. Some studies argue that parents' genes may affect their behaviour and thereby influence the environment of the child (e.g., Plomin et al. 1977) . It is therefore possible that highly educated parents who value healthy life-styles raise their children in an intelligent and health-conscious environment. Such an environment may affect the child's choice of occupation; for instance, the child might choose a career in the health industry, which is typically situated in the public sector. results for males indicate that the pay gap is zero rather than negative 7 per cent conventionally estimated. We can conclude that neglecting the control of genetics and shared environment effects in estimating the impact of public sector employment on men's earnings will yield downward biased estimates. Interestingly, the bias with regard to the pay gap is mainly caused by genetic factors. This finding could indicate that the private sector attracts relatively more able male employees than the public sector does (see also, e.g., Nickell et al. 2005) or that males who have higher risk preferences tend to select private sector employment as suggested by Hartog et al. (2002) , among others.
That the present paper found that genetic factors may affect public sector participation is unsurprising given the number of occupation-related behaviors that have already been found to be heritable (Whiston et al. 2004 for a survey, Nicolaou et al. 2008) . Additionally, as suggested by Manski (2011) , one should not make strong policy statements based on the procedure used to decompose the observed variance in outcome variables into genetic and environmental influences. However, this article is significant within the research field intended to understand why people with different family-oforigin attributes choose public sector employment. In addition, it is important to study how these attributes affect the wage differentials between the public and private sectors;
indeed, this question would have interesting implications for political science in general.
The aim of pay gap analysis is to provide policy makers with information that can be used to reduce unequal pay and develop reward strategies in public sector organisations.
Such efforts should be conducted in a manner that takes into account the two main conclusions of this article. First, females receive lower pay in the public sector, and second, the private sector might attract more able male employees, making it challenging for the public sector to retain high-quality labour. 
